Background and Purpose: Very little is known about motivation of knowledge workers in the Western Balkans. There is a widespread belief that money and career opportunities are the most critical motivational factors, but from a pre-study more intrinsic motivational factors also appeared to be important. To develop a better understanding of work motivation, a study was conducted among knowledge workers in Albania, with a special interest in the themes of extrinsic / extrinsic motivation and organizational commitment. Methodology: After a pre-study and a review of theory, two motivation theories (self-determination theory and organizational commitment) and corresponding instruments (Work Extrinsic and Intrinsic Motivation Scale, respectively Organizational Commitment Questionnaire) were selected. A survey based on purposive homogeneous sampling was applied, resulting in 252 valid questionnaires. The internal consistency of the survey data was tested and resulted in acceptable to good levels. Results: The findings show that, when knowledge workers are asked about their motivation, they give answers showing that intrinsic motivational factors are more important than extrinsic motivational factors. The study shows that affective commitment -the core factor of organizational commitment -of the respondents is quite high. Correlation analysis of the data shows that across age, gender and number of years of employment, knowledge workers report intrinsic and introjected motivation and affective organizational commitment. Respondents' work positions -professional or leadership -also do not significantly correlate with motivation and organizational commitment. Conclusion: Given the results on motivational factors and organizational commitment, organizations need to pay attention to the relationship between enhanced motivation and enhanced productivity. Current transactional leadership styles do stimulate employees on the basis of their intrinsic motivation to enhance their productivity, and should be considered too.
Introduction
In a recent review of motivation theory, Kanfer, Frese & Johnson (2017) state that work motivation is a topic of crucial importance to the success of organizations and societies and the well-being of individuals. A motivated workforce represents both a competitive advantage and a critical strategic asset in any work environment (Tremblay, et al., 2017) . Although hard to quantify, academic work and common sense tell us that inadequate attention to 'HRM, management and motivation', leads to far from optimal employee productivity and work values and that good motivation management leads to better performing companies (Boselie, 2014) . Many CEE (Central and Eastern European) organizations fail to harvest the benefits of motivation management. Much academic research on work motivation has been carried out in the West, but the subject of motivation, and HRM in general, is under-researched in CEE (cf. Hernaus and Mikulić, 2013; Poór, et al., 2015) . This is especially true for the Western Balkan (WB) countries; studies on HRM and topics such as moti-vation, are rather occasional (Nientied and Shutina, 2017) .
After the change of systems during the early 1990's, attention was focused on building institutions, transforming companies and attracting foreign investments. But over 25 years after the change of system, the field of HRM and motivation is still rather out of favour in CEE, both in organizations and research. As an explanation for the scarcity of research on HRM and motivation in CEE, Zientara (2014) argued that the limited attention to HRM in higher education (and subsequently in practice) can be seen as part of the legacy of the past.
The present study on work motivation and management aims to contribute to a better understanding of HRM in WB countries. In 2017, a study was conducted on high performance work practices in Albania, examining to what extent Albanian organisations apply elements of the AMO model (Abilities, Motivation and Opportunities) in their strategic HRM (Nientied and Shutina, 2017) . The study revealed that HRM is often limited to basic personnel administration, that in many organisations HRM is viewed as a cost item -not as investing in people to enhance productivity. HRM is task-oriented, not people-oriented. In larger companies, especially subsidiaries of international companies, HRM is better developed albeit that variation was noted. Numerous managers were asked why HRM does not receive more attention. Reflecting on the answers received, it was concluded that the task orientation and mindset of management play an important role. In Albania and its surrounding countries, pay, career opportunities and respect for the labour code are believed to be important factors that influence work motivation. But in the preparatory interviews for the present study, points such as pride of work, identification with work, achievement in professional life and commitment to the organisation were also mentioned. These answers and further observations gave impressions on work motivation and, given the lack of data and understanding of work motivation in Albania, instigated us to carry out research on work motivation and organisational commitment.
The field of work motivation studies in Albania is still undeveloped. Shoray and Llaci (2015) discuss job satisfaction in the second-level bank system in Tirana, Zhilla (2013) applied the Job Diagnostic Survey among university staff, and Suma and Lesha (2013) discussed job satisfaction and organizational commitment in a municipal organization. Apart from these studies (that deal with job satisfaction rather than motivation), no published research on employee motivation in Albania was found. For other WB countries, also very few studies could be discovered. In CEE countries outside the WB, studies have been carried out. For example, Damij (et al., 2015) found that Slovenian knowledge workers are stimulated by a series of factors like relationships with superiors and colleagues, sense of achievement, helpful colleagues, personal growth, largely in contrast to the traditional understanding that mainly emphasizes money and prestige as motivation factors. Hajdukova, Klementova & Klementova (2015) examined a range of satisfaction factors in their study in Slovakia. Jordan et al., (2017) included three CEE countries in their study on job satisfaction and organizational commitment in higher education organizations. Of course, Albania is quite different from Slovenia or Slovakia, but personal work motivation factors do not need to be. Therefore, the plan was to conduct a survey on motivation and organizational commitment, identify socio-economic forces in the context, and try to discover possible patterns and correlations with personal and organizational characteristics. The focus of the research is on Albania. Obviously, this signifies a limitation -a comparison with other Western Balkan countries would be interesting, but also requires a research collaboration in WB countries and research funding. This was not available for this study.
The definition of work motivation of Kanfer (1990) was used as point of departure: "the psychological processes that determine (or energize) the direction, intensity, and persistence of action within the continuing stream of experiences that characterize the person in relation to his or her work." The present study focuses on knowledge workers, a notion lacking a clear definition. It is taken in a broad meaning as workers whose main capital is knowledge and information processing, and work with 21 st century skills such as critical thinking, problem solving, research, creativity, communication, and ITC literacy. The focus on knowledge workers implies a limitation, but the choice was deliberate for two reasons. First, this segment of workers adds high values to companies and is therefore a prime target group for management in companies wanting to increase productivity and commitment. Second, also in WB countries' economies, the future of jobs is not in production and low-skilled or middle-skilled level labour, but in the knowledge and creative sectors (WEF, 2016; Nientied and Karafili, 2016; Lewandowski, 2017) as popular authors such as Pink (2011) and Hamel (2012) argued before. Morgan (2014) identifies five trends that shape the future of work: new behaviours fashioned by social media and the web, technologies, the millennial workforce with new attitudes and expectations, mobility regarding place of work and globalization. Morgan (2014) asserts that this requires new relationships between management and employees, and that managers should take up roles of transformational leaders. This should also be relevant to companies in the WB, for this the segment of knowledge workers cannot just be managed in a transactional manner if a company wants to keep up motivation levels.
The following two research questions were formulated to guide the empirical research: -which are personal motivation factors (extrinsic / intrinsic) of Albanian knowledge workers, 'why do they go to work'?; and, 2) do Albanian knowledge workers feel committed to their work organization?
In the next chapter, theory of motivation will be briefly reviewed. Textbooks give good overviews of different Organizacija, Volume 52
Issue 1, February 2019 Research Papers motivation theories (e.g. , that need not be repeated. The theoretical focus of this study is on the models selected for the present study. In chapter 3 the methodology of the study will be explained, before attention will turn to the results of the research in chapter 4, consisting of a context description and a presentation and analysis of the survey results. In the final chapter, the main findings of the study are discussed and recommendations for further research and for organizational practice are submitted. Mullins (2010) made a three-fold classification for the study of motivation to work. He distinguishes: i) an instrumental orientation looking at economic rewards etc., ii) a personal orientation looking at the intrinsic satisfaction derived from the work itself and personal growth, and iii) a relational orientation, with a focus on social relationships. Kanfer, Chen and Pritchard (2008b) have organized motivation studies along 3 C's: content, context and change. There are many competing theories attempting to explain the nature of motivation (Mullins, 2010, 259) . They all help to try and clarify the behaviour of certain people at certain times. Mullins (2010) adds that age plays a role: younger people in their first job have different needs than people at mid-career or late career positions who have limited opportunities for further advancement. However, Kooij (et al., 2011) found that age-related differences in work motivation is a quite complex question. Mullins (2010) also wondered what the relationship is between job satisfaction and motivation and performance. There are many more questions about and debates around motivation theory, including the validity of motivation concepts across cultures, measurement issues of motivation (Ployhart, 2008) , whether intrinsic motivation can be distinguished in practice from extrinsic motivation, the relationship between motivation and organisational commitment, etc. (Latham, 2012) . The difference between motivation as intention and actual behaviour in the organisation should also be mentioned. That is even more so in job satisfaction research: the concept of job satisfaction assumes that satisfied employees perform better. This, however, is not always the case; practices vary. People may be satisfied with their job because the hours are good, or they can lead an easy life.
Review of theory
1 In their meta-review of motivation theories, Kanfer, Frese & Johnson (2017) mention the research -practice gap: given the diverse field of motivation studies and the various approaches, leadership in organizations cannot be well informed about management of motivation and tend to 'pick and choose' a model based on ad-hoc considerations. Meanwhile, motivation theory tends to develop new concepts such as engagement and organizational citizenship behaviour (OCB) and employee trust (Boselie, 2014) . Kanfer, Frese & Johnson (2017) distinguish three types of content-oriented motivation theories; universal motives (needs as internal forces), intrinsic motivation and justice motives. Intrinsic motivation theory (self-determination theory) redresses some shortcomings of need theories, the latter identify needs but do not predict behaviour, whereas self-determination theory does through intrinsic motivation. Justice motives address the desire for fairness and are less relevant for the present study. Regarding organizational commitment, Mercurio (2015) concludes that scholars studying commitment still have not come to an agreement as to the nature of organizational commitment and how it develops, but affective commitment -the emotional attachment of an individual to the organization -seems to be at the core of organizational commitment. Therefore, a widely used model for organizational commitment was selected, as will be explained below. For the present research on Albania, it was opted for two content-based approaches to motivation: the self-determination theory and the model of organizational commitment.
Self-determination theory (SDT) focuses on the 'why of behaviour' (Deci and Ryan, 2000, 229; Ryan and Deci, 2000) . SDT maintains that all human beings have three basic psychological needs that must be satisfied for them to function optimally. They are the needs for competence or effectance, relatedness or belongingness, and autonomy or self-determination, which are essential for psychological health and well-being and facilitate effective functioning in social setting (Deci, Olafsen & Ryan, 2017) . This basic-needs proposition was not formulated from clinical observations or philosophical assumptions, but was formulated empirically while studying the conditions under which people tend to thrive (Deci and Ryan, 2012) . The basic premise of SDT is that people are intrinsically willing to integrate themselves in the environment and to grow. The (social) environment of a person influences this tendency to personal growth and integration. SDT makes a distinction between intrinsic motivation (doing activities for their own sake because one finds the activity inherently interesting and satisfying) and extrinsic motivation (i.e., doing an activity for an instrumental reason, like getting a monetary or personal reward). Evidence shows, explains Pink (2011) , that for mechanical jobs, extrinsic motivation works (e.g. more pay for more work), that for work with a cognitive element, intrinsic motivation is required. Extrinsic rewards for most intrinsically motivated people in jobs even have an adverse effect, if basic labour conditions are not an issue any more (e.g. salaries are in accordance with 1 1 Some companies have an 'employee first' policy, with a basic premise that contented or happy employees perform better. South
West Airlines is a well-known example. In such companies, serious demands are made on employees and strict selection procedures are in place, and teams are responsible for performance. It is far from a free-floating culture.
Organizacija, Volume 52 Issue 1, February 2019 Research Papers market levels). This is not a law: some top managers are highly rewarded and still want to receive an even higher reward. And some low-paid workers in, say, routine agricultural work, take pride in their work and enjoy it. SDT has created a continuum from 'a-motivation' (passiveness, lack of intention) to purely intrinsic motivation. Figure 1 illustrates the types of motivation, arranged from left to right in terms of the extent to which the motivation for one's behaviour emanates from one's self.
Intrinsic motivation is defined as the doing of an activity for its inherent satisfactions rather than for some separable consequence like a bonus. When intrinsically motivated, a person is moved to act for the fun or challenge entailed rather than because of external pressures or rewards. Extrinsic motivation is defined as the doing of an activity in order to attain some separable outcome. Extrinsic motivation thus contrasts with intrinsic motivation, which refers to doing an activity simply for the enjoyment of the activity itself, rather than its instrumental value. SDT proposes that extrinsic motivation can vary greatly in the degree to which it is autonomous . Externally regulated behaviours are performed to satisfy an external demand or obtain an externally imposed reward. Introjected regulation describes a type of internal regulation that is still quite controlling, because people perform such actions with the feeling of pressure in order to avoid guilt or anxiety or to attain ego-enhancements or pride. A more autonomous, or self-determined, form of extrinsic motivation is regulation through identification, when a person has identified with the personal importance of a behaviour and has thus accepted its regulation as his or her own (e.g. behaviour compliant with safety regulations, because a person acknowledges that this is a right way of working). The most autonomous form of extrinsic motivation is integrated regulation, that occurs when identified regulations have been fully assimilated to the self, through self-examination and bringing new regulations into congruence with one's other values and needs. Ryan and Deci (2000) pose that intrinsic motivation leads to optimal functioning -if personal motivation and the job are aligned. External regulation leads to negative outcomes (unless workers have no free will). SDT is not a developmental scale or ladder in the sense that individuals progress along it in specific stages. New behaviour may be internalised at any point along the continuum depending on factors such as organisational context and an individual's prior experiences. And due to changing circumstances in personal life, employees may lose (or gain) work motivation.
The second model selected is the model of organizational commitment. This is employees' state of being committed to assist in the achievement of the organization's goals, and involves the employees' levels of identification, involvement, and loyalty. Mayer and Allen (1997) state that commitment is experienced by the employee as three simultaneous mindsets encompassing affective, normative, and continuance organizational commitment, and are predictors of performance, absenteeism and organizational citizenship. Affective commitment reflects commitment based on emotional ties the employee develops with the organization primarily via positive work experiences. Normative commitment reflects commitment based on perceived obligation towards the organization, for example rooted in the norms of reciprocity. Continuance commitment reflects commitment based on the perceived costs, both economic and social, of leaving the organization (Jaros, 2007) . Starnes and Truhon (n.d.) summarized a number of studies that made correlations between organisational commitment and items such as age, sex and other personal characteristics, job attitudes, job characteristics and relationships with co-workers and supervisors. Solinger, Van Olffen & Roe (2008) criticize the conceptual side of the organizational commitment model and argue that general organizational commitment can best be understood as an attitude regarding the organization, while normative and continuance commitment are attitudes regarding specific forms of behaviour (i.e., staying or leaving). They suggest that the three-component model of organizational commitment fails to qualify as general model of organizational Deci and Ryan (2000) , Ryan and Deci (2000) , Clayton (2015) .
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Issue 1, February 2019 Research Papers commitment, but instead represents a specific model for predicting turnover. In other words, affective, normative, and continuance commitment cannot be considered as components of the same attitudinal phenomenon (cf. Mercurio, 2015) . This study opted for employing the organizational commitment model but will not consider the three components together as organizational commitment. The components are treated individually and be called factors instead of components.
Methodology
First, a pre-study consisting of interviews and a literature search on motivation in CEE and the WB was conducted. 16 mid-career professionals (knowledge workers) were interviewed with the help of a short item list, pertaining to motivation, job satisfaction, career ambitions, organizational commitment and ideas or plans to work abroad. These interviews revealed that motivation is multi-faceted, that professionals feel (emotional) commitment to their organisation such as pride and relatedness, and that professionals would wish for higher pay but acknowledge that 'the market is as it is', as one of the respondents described the situation. After the literature study, a choice was made to apply SDT and OCQ (organizational commitment questionnaire). From the review of theory, it became clear that a proper contextualization regarding socio-economic forces is useful to better understand work motivation.
Regarding SDT, the scale developed by Tremblay (et al.. 2009 ) was selected, covering factors from a-motivation at one end of the scale, to intrinsic motivation at the other end of the scale, as Figure 1 showed. This instrument (Work Extrinsic and Intrinsic Motivation Scale -WEIMS) is an 18-item measure of work motivation and suitable to be applied in different work environments. Interesting to add is that Deci (et al., 2001 ) compared motivational processes in American and Bulgarian organizations and found that their SDT model was applicable across cultures. Gagné (et al., 2014) found evidence that the SDT functions well in seven languages. The starting question of WEIMS is 'why do you do your work'. In Annex 1 the questionnaire with 18 item list is presented, and comparing it with the original (Tremblay et al., 2009, 226) , slight adaptations to the Albanian context can be found to enhance user validity.
A set of questions based on the OCQ was added, measuring the factors of affective, continuance and normative commitment, based on Meyer and Allen (1997) , and improved by Jaros (2007) . Jaros' questionnaire was made more concise after a first field testing. For example, the statement "I do not think that wanting to be a "company man" or "company woman" is sensible anymore." (original Q.8 Normative Commitment) was skipped because these terms are not understood in Albania. 12 accessible statements were selected -four per category -and tested in the field, with a satisfactory result. Reduction of the number of questions was also vindicated by the Kanning and Hills's handling of the OCQ, who use 15 items. In the present survey, an additional open question asks for possible actions the respondents' companies could undertake to enhance work motivation and commitment. The selection of items and metric information of questionnaires are presented in chapter 4 (tables 2 and 3).
The questionnaire was filled out by professional specialists and managers employed in organizations with > 10 employees. They are working in various sectors, from services such as banking, tourism and retail, to sectors like energy and medical, and have roles as specialists in their field, as project manager or team leader / manager. Questionnaires have not been sent out via e-mail because that leads in our experience to rather substandard quality of information in Albania. Respondents are very cautious with regards to anonymity and they tend to give affirmative answers to questionnaires sent by mail. Moreover, non-response tends to be high. Albania is a low-trust society, an attribute rooted in the country's past. Distributing questionnaires through a network (of trusted people) and in hard-copy gives much better results. Therefore, purposive homogeneous sampling was applied. First, the draft questionnaire was discussed with professionals in the field (an expert panel was not possible because Albania has no academic experts in HRM and motivation studies), then tested among a restricted number of observations and no major problems were found except for the need to rephrase some OCQ items. Then, after a briefing of the objective and the implementation of the study, questionnaire forms were given to post-graduate students studying in Polis University's executive MBA, to staff members working in Polis University and in Co-PLAN Institute for Habitat Development in a first stage. They were asked to fill out the questionnaire themselves and in the second stage to give questionnaires to people in their network, have the questionnaires filled out and have a discussion with the respondents about their scores, to check whether they had understood everything and to discuss about the final open-ended question (that also functioned as an overall check on the answers given). Post graduate students and employees of Polis and Co-PLAN are typically in the age category of 28 to 40 years, have positions with professional or managerial responsibilities, and jobs that can be classified as knowledge worker. The survey sample is not representative for the whole Albanian work force and not even for the segment of knowledge workers in the country. Most of the interviewers (MBA students and Polis -Co-PLAN staff) live in the Tirana -Durres region which is the economically most advanced region of Albania. They have approached respondents from organizations in their region and therefore, the survey conducted has a bias towards this region and to more modern and larger organizations. The government sector was excluded intentionally (motivation and commitment have different characteristics), while Organizacija, Volume 52
Issue 1, February 2019 Research Papers semi-public companies and not for profit institutions, were included. The survey part was conducted during January -February 2018 while the (statistical) analysis was done in March -April 2018. In total, 252 valid questionnaires were processed. With regards to validity and reliability of the study, two limitations mentioned are: -the sample has an unknown bias and is not representative for the country, or for the category knowledge workers in general; -validated questionnaires have been slightly adapted to fit the Albanian context. Despite these two limitations, the faceto-face interviews to fill the questionnaires ensure that the quality of information gathered is much higher than in an on-line survey in the Albanian context. Also, as a first motivation survey, the sample serves the goal of the study.
Results

The context
In Albania there are some common features that might affect motivation, broadly driven by historical similarities. For the purpose of this study, first socio-cultural forces are sketched. They may be more universal for the CEE; Holden and Vlaiman (2013) -distinguish comparable forces in their contextualization of HRM and talent management in Russia. Each of the points mentioned would warrant a fuller elaboration, but that would be beyond the scope of this paper. For the contextualization of this study, some important trends in Albanian society are the following:
Slowly picking up economy, more exposure to globalization Unlike more developed former socialist countries now in the EU, Albania and its neighbours experienced a limited modernisation of higher education, inflow of international companies, and EU support and influences. As a small, formerly isolated country, Albania still has a rather backward economy with limited export capacities. The domestic nature of competition was identified by Prašnikar (et al., 2012) as a main factor in this regard. The external trade balance of Albania remains unfavourable: in 2017 it was -15.1 % of GDP (World Bank, 2018) . Innovation in Albania is still at an early stage of development (Nientied and Karafili, 2016; Matusiak and Kleibrink, 2018) . Albania is now connected to the world through the web, and Albanians travel and study abroad -they tend to become dissatisfied with the general economic and business climate in Albania.
High un(der)employment, exit of knowledge workers
Unemployment decreases but remains high; the unemployment rate in 2017 was 13.8% and the youth unemployment rate was in 2017 25.9% (World Bank, 2018) . In view of the perceptions of a lack of jobs in Albania, many Albanian young people, given a chance and irrespective of educational level, would opt for a job abroad (RCC, 2017) , as many already did (Vracic, 2018) . In Albania, high un-(der)employment has many implications: people accept jobs way below their educational level, 2 they can be replaced easily when they request higher payment, trainings or other fringe benefits. These labour market dynamics have shaped firms' behavioural attitudes (cf. Nientied and Shutina, 2017) .
The tradition of bossdom and mistrust
Albania management is broadly traditional and masculine. In the Russian case, Holden and Vlaiman (2012, 136) use the phrase 'entrenched bossdom', which is a brand of management that somehow combines authoritarian sternness with paternalism, frenzied networking with isolation of those at the top who decide everything independently from the workfloor. This is relevant (and not unique to Russia). They quote an article from the Economist, that speaks of "The long life of homo Sovieticus" referring to 'mental software', and it is the persistence of the coercion and brutishness that came with Soviet totalitarianism rather than a deep yearning for the good old days of central planning and communism. In Albania, this culture is rooted too and still present in its own fashion. In a society with low trust levels, traditional bossdom in many organizations and high unemployment, organizational commitment may have a special character.
Old and new co-exist
Albania has good examples of modern HRM, practices comparable to modern organisations in the EU, where managers pay attention to their employees and employee productivity. They can be found in subsidiaries of international organisations wanting to have the best people in the market, in modern Albanian organisations, especially those who need people and skills that are not readily available (like IT specialists, creative designers and social media specialists, certain academicians, etc.) and in Albanian organizations with modern leadership and people-centred values. But traditional HRM practices are widely found -HRM limited to personnel administration, with 'bosses' selecting staff in a paternalistic / political rather than a merit-based manner -and transactional leadership styles. 
Survey results
Respondents
The sample was composed of N=252 observations, out of which 163 were women and 89 were men. The age distribution of the respondents is given in table 1. Respondents' age varies from a minimum of 19 years old to a maximum age of 60 years old, with an average age of 31.1 years.
Based on the gender composition and age group distribution of observations, the sample presents an unknown bias towards women and towards younger age categories. Since the total number of knowledge workers is not known, it is difficult to specify exactly the nature of this bias. The sectoral composition of the sample shows that 79.4% of the respondents working in the private for-profit sector, 13.9% in private not for profit and only 6.7% of the observations in the semi-public sector. About 35.7% of the respondents in the sample has a leadership role within the organization while the rest are knowledge workers without leadership role. Tables 2 and 3 present the descriptive statistics of the questionnaire statements of the WEIMS part and the OCQ part respectively.
The internal consistency of the survey data was tested using Cronbach's alpha. This test was applied for each set of variables explaining the 6 types of regulation of the WEIMS self-determination continuum and the 3 factors of commitment; affective, continuance and normative commitment. The internal consistency results are at good levels (>0.7) for integrated and introjected regulation and a-motivation, while close to a lower acceptable level in the case of intrinsic, identified and external regulation. Table 5 below shows that the factors of affective, continuance and normative commitment, indicated adequate levels.
In Table 6 , the questions have been assembled to WEIMS factors, and the descriptive statistics of the WEIMS factors are presented.
From the results of the survey it was found that motivation is more towards the intrinsic side than conventional understanding suggests -when knowledge workers are asked questions about their motivation, they give answers that show that intrinsic motivational factors are more important than extrinsic motivational factors. In the open question of the survey questionnaire, payment was mentioned quite frequently as a stimulus of motivation, articulated in different terms like bonuses, higher salaries, performance-based payment schemes etc. Alongside monetary rewards, other non-monetary aspects mentioned to enhance motivation include -educational and other personal development opportunities, -carrier paths within the organization, -participation in decision making, etc.
Regarding the organizational commitment factors (table 7), it turns out that the affective commitment -the core factor of organizational commitment -of the respondents is quite high. This shows that knowledge workers don't just go to work to produce, but also because it gives them a sense of belonging, membership and pride. Continuance commitment and normative commitment are also positive but have lower average scores and higher standard deviations. This suggests that a positive attitude (affective commitment) toward the job does not mean that employees stop looking for better opportunities. It is, as will be shown later in table 8, only weakly related to age. This can be understood in the context of the Albanian employment market, with mostly temporary contracts that are to be renewed every year. People may work many years for their organizations, but most of them lack job security.
A correlation analysis (Table 8) shows that correlations between motivational and commitment factors and characteristics as gender, age and number of years in the present organization are limited.
With age, external regulation and integrated regulation correlation tend to go up a bit, but correlations are low. Continuance commitment correlates positively but not strongly, with age and number of years in the present organization, and this is line with expectations. With regards to position in the organisation, whether or not the respondent had a leadership position, correlations hardly differ between employees with and without a leadership position. Respondents with a leadership position scored a bit lower (but significant at 0.05 level) on the factors of intrinsic motivation and identified motivation. Overall, it is interesting to see that correlations between factors of motivation and commitment on the one hand, and characteristics of age, number of years in the organization and gender, are low. The finding of age-related to motivation, confirms the observations of Kooij (et al., 2011 ) that age-related differences in work motivation is a complex question -among Albanian knowledge workers age does not play a significant role.
Discussion and conclusions
This research found that motivation is much more towards the intrinsic side of the extrinsic -intrinsic continuum than conventional perceptions suggest. When questions are asked about motivational details, extrinsic motivation (money and prestige) is not the most important motivational factor (when regular market salaries are paid). In the open questions, payment was mentioned quite frequently as a motivational instrument, but so were educational and other personal development opportunities. The interpretation of the survey results showed that across age, gender and number of years of employment, knowledge workers in Albania report intrinsic motivation to go to work -intrinsic and introjected motivation and affective commitment. The results are in line with the findings of Damij et al. (2015) . Looking at the survey results and the contextualization given in section 4.1, the level of intrinsic / identified motivation and commitment to the organization was perhaps higher than expected based on conventional wisdom, but it was in line with the impressions of the pre-study. Whether employees tend to adjust to the organizational reality and try to make the best of it (and show more intrinsic motivation) cannot be explained by this study -this would require in-depth qualitative research. From the interviews during the pre-study, the impressions of the researchers were that knowledge workers know well whether their salary is in accordance with salary levels in the labour market, and they accept this reality (or search for another job that pays better). Work abroad is an appealing option for many, but this cannot be ascribed to salary levels only. Many educated people in Albania are disappointed with the political climate, corruption and issues of rule of law and take the future for their children into consideration, not just the salary levels. This study on work motivation calls for further research. A relevant point for study is the correlation between satisfaction of payment and types of motivation -in this study the sensitive question of satisfaction with salary was not included. This question is difficult to uncover in a reliable manner in a questionnaire-based survey. A second follow up research could focus on the relationship between motivation, work autonomy and performance, to study whether the statement holds that if one has autonomy, and the results then depend more on one's own efforts and the individual feels more personal responsibility for performance, one is motivated to perform better. Various theoretical models could be used for such study. A third option concerns other target groups of the working population. In the introduction, it was argued that knowledge workers add high value to companies and this segment is therefore a prime target group for management in companies wanting to increase productivity and commitment. As the economy modernizes and digitalisation and automation increase, the percentage of knowledge workers will further increase, as WEF (2016) and Schwab (2018) have argued. Yet, motivation among employees who are not typical knowledge workers is important too. Finally, this study was focused on the Albanian situation, and a comparison with other WB countries would be interesting.
For organisational practice it will be advantageous to popularize the topic of motivation and role of leaders / managers in fostering motivation. Two points are particularly relevant; the first is that leaders should be interested in the relationship between enhanced motivation and enhanced productivity -whether enhancing motivation is likely to pay off and what the implications could be for leadership styles. The second is that the so-called 21 st century skills become increasingly important and are considered to spearhead the economic future of countries like Albania (cf. WEF, 2016) . Leaders and employees could invest in developing these skills. This also requires new educational solutions from universities and other higher education institutes.
In more general theories of work motivation, the effects of leaders on work motivation have been at the heart of many leadership theories and models, but leadership itself is left out (Zaccaro et al., 2008) . In the dynamic relationship manager -employee exchange, leadership develops into a transactional process -employees are not stimulated on the basis of their intrinsic motivation. In such relationship with an autocratic leadership style, employees will adjust their behaviour, and tend to show motivation when the manager is around (Zaccaro et al., 2008) . The findings of Damij et al. (2015) on the creation of working conditions that foster good relations with colleagues and superiors, opportunities for personal growth, and good organization within the organization, should be incorporated into the study design too. Such leadership studies are, to our knowledge, absent in the Western Balkans.
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